Introduction
HR management can make a direct contribution to the performance of an organisation and this imperative means that HR professionals should focus on strategic human resource management (SHRM), which goes beyond administrative and bureaucratic approaches in the management of people. HR practitioners need to shape rather than merely support business strategy; it has considerable implications for skills and approaches to HRM.
SHRM focuses on the longer-term strategic needs of the organisation and its people rather simply day-to-day HR policies and practices. This means aligning HR strategy, policies, plans, and practices within the organisation's corporate or business strategy.
Part 1: The Context of SHRM

The Global Context
Global trends have had a substantial impact on organisations. Rapid developments in IT and communications technologies, increased competition in global markets, changing organisational structures and models all mean that the organisation is affected. This means that SHRM needs to take account of a wide range of global themes: these include the need for adaptable and flexible organisations, extended global supply chains leading to outsourcing and off-shoring, and an increasingly diverse workforce needing updated competencies and skills and innovation and knowledge sharing processes. All of this means that leaders need to think and act from a global perspective.
Globalisation, therefore, presents HR professionals with the opportunity to deliver a wide range of HR interventions that add value to an organisation. In order to achieve this they need to work in partnership with key stakeholders at both a strategic and operational level. Another trend has been an overriding concern for productivity. This has had a key impact on the way human resources needs to be managed, how organisational forms are managed, and a climate of high performance/high involvement and high commitment work systems and practices becoming prominent. There is an emphasis on teamwork, requiring development of skills involving teamwork, interpersonal interaction and employee motivation.
Strategic Management Context
The strategic management context has meant HR professionals have sought to become strategic partners aligning their work with corporate strategies. This means the business context should drive the HR agenda and requires value adding approaches with an emphasis on purpose, focus and a well formulated strategy and methodology, with corresponding measurement, with the aim of impact on organisational performance. HR leadership must display personally strategic business acumen combined with pragmatism. The resources of human capital cover employee knowledge, skills, and abilities, working relationships that arise between groups and individual employees and together these form social capital. The quality of these interpersonal and intergroup relationships give a distinct source of competitive advantage which is hard to copy.
For example, Toyota is famed for its lean production methods-called the Toyota Waywhich are not just a set of techniques, but are bound together by embedded management and cultural processes. The advantages that the organisation gains through its human capital need to be considered, understood and managed through its HR systems and processes. and practices against other organisations. Being able to provide these kinds of data is a core requirement for HR managers keen to establish their credibility.
Part 3: Strategic Imperatives
The changing nature and scope of SHRM is illustrated by the strategic imperatives described below.
SHRM and Human Resource Development (HRD)
The purpose of HRD is to develop human expertise. The strategic HRM aspect is particularly the development of intangible human intellectual and social assets and setting out how they can be expected to help the organisation achieve its goals. CSR is being seen increasingly as a strategic priority and a potential source of competitive advantage
Knowledge management
The priority for HR in knowledge management is how best to tackle the strategic and operational HR implications of a knowledge management strategy, which is commonly associated with innovation. HR needs to help managers address the people and organisational issues necessary to achieve innovative knowledge and processes. Line management involvement is key to effective knowledge management strategies: therefore HR professionals need to help build constructive relationships and working partnership with this group.
SHRM and corporate social responsibility (CSR)
Interest in Corporate responsibility or CSR has risen significantly in the last few years, with the HR and business benefit that it provides, such as improved corporate image and reputation and increased employee trust in management. An organisation managed in an ethical and socially responsible manner in order to achieve sustainability makes good business sense-it provides a means to attract new customers and employees; it increases customer satisfaction and develops longerterm relationships, with increased employee satisfaction, motivation and morale; it improves customer retention and employee rates.
Given this context, the HR function must pay attention to CSR since it needs to be embedded in the culture if managers and employees are to really put this into practice. HRM policies and processes are required to build employee and management buy-in and for CSR to be linked to employee engagement.
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The management of change
The majority of HR departments would see their role as contributing to the management of change, and certainly the nature of change affecting most organisations is both considerable and fast-paced. However, for HR departments to be operating at a strategic level in this area, they must take on a proactive and integrated role, becoming involved at a business level and not just with aspects of implementation. With the right knowledge strategic HR practitioners can contribute a great deal, as a subject matter expert on people aspects of change decisions and the theory of change management. In addition, they can contribute to the political and emotional dimensions of change. It has to be acknowledged, however, that there is a considerable gap between the potential for such involvement and the reality.
EXAMPLES OF SHRM IN PRACTICE  SHRM and Toyota
Toyota is regarded as one of the most efficient companies in the world because of the Toyota Production System (TPS) based on lean production and kaizen (continuous improvement) principles. These are the heart of its approach to business strategy.
TPS places great emphasis on teamwork that reflects a learning climate characterised by collaboration, cooperation, and trust. The company believes that teams are better at solving problems, and that people learn from each other.
The HR function is viewed as playing a key leadership approach in the company's improvement processes. HRD is a particularly key activity and is part of a broader 'Human System' which focuses on development, recruitment, and retention with the aim of making everyone a member of the Toyota learning climate. 
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